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Abstract 
 
Cultural intelligence (CQ) is a relatively new concept, one that explains why certain individuals can adapt to different cultural 
contexts more efficiently than others. Using Earley & Ang’s (2003) multidimensional concept as an analysis framework, this 
paper will study the intercultural intelligence among business students in Romania. We have chosen this research topic because 
we believe that the business students of today will become the global managers of tomorrow. Given that CQ is a 
multidimensional concept, this paper will analyze the answers for each of the four CQ dimensions, in order to identify which of 
the four capabilities is more or less developed among students. The final purpose is to understand the CQ components on which 
higher education should focus more. We wish to find educational solutions adapted to the actual needs of business graduates.  
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1. Introduction 
 
The world of business is becoming more and more globalized, reason for which taking part in international and 
cross-cultural business is a necessity for most contemporary large organizations, but also for small and medium 
sized enterprises (Alon & Higgins, 2005). Nowadays, globalization also represents a growth in international labor 
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mobility (Templer et al., 2006). 
Although a source of opportunities, globalization creates challenges for individuals and organizations, by 
increasing cultural diversity. In the current business environment, which is increasingly globalized, there is a 
growing need for global managers, who are capable of being efficient in foreign work assignments; more precisely 
people who possess specific knowledge, skills and abilities, necessary to manage and lead anywhere around the 
world. We could say that globalization provides a demand for specialists prepared to interacting across cultures.  
Studying and understanding the cultural diversity, in the context of globalization, is a current matter and also a 
very complex one, because globalization intensifies multicultural interactions but, at the same time, generates 
tension and conflicts (see Ang et al., 2012, with regards to ideological clashes and cultural conflicts, p. 582). The 
cultural diversity may act as a challenge for expatriates and for global leaders (Bhaskar-Shrinivas et al., 2005; Van 
Dyne & Ang, 2006). This is because the ability to interact effectively in multiple cultures is not a skill possessed by 
all (Crowne, 2008). Some individuals are more successful than others in a cross-cultural business situation. 
To answer the question of why some individuals are more effective than others in culturally diverse situations, 
Earley & Ang (2003) developed the construct of cultural intelligence (CQ) defined as „a person’s capability for 
successful adaptation to new cultural settings; that is, for unfamiliar settings attributable to cultural context” (p. 9). 
Peterson (2004) defined cultural intelligence as the aptitude to use skills and abilities appropriately in a cross-
cultural environment.  
The CQ concept is developed and detailed in subsequent studies (VanDyne & Ang, 2007; Ang et al. 2007; Ang 
& Van Dyne, 2008;  Ang et al. 2012).  CQ is seen as a capability that allows individuals to understand and act 
appropriately across a wide range of cultures. The authors have developed CQ as a multidimensional concept, 
„targeted at situations involving cross-cultural interactions arising from differences in race, ethnicity and 
nationality” (Ang et al. 2007, p 336). CQ thus comprises four distinct, but linked components (metacognitive, 
cognitive, motivational and behavioural). They believe that these components structure an individual’s ability to 
learn about other cultures, the ability to learn about how to learn about culture, the desire to interact across cultures 
and the ability to modify behaviour to do so successfully. 
Metacognitive CQ refers to the mental processes that individuals use to acquire and understand cultural 
knowledge. It is about the individual’s level of conscious cultural awareness. It includes processes such as planning, 
monitoring and revising mental models of cultural norms for different countries or groups of people. The authors 
believe that people with high metacognitive CQ are able to question cultural assumptions, to adjust their mental 
models in intercultural situations.  They are aware of others’ cultural preferences before and during interactions.  
Cognitive CQ refers to the knowledge of the norms, practices and conventions in different cultures, acquired 
from education and personal experiences. People with high cognitive CQ, know and understand the economic, legal 
and social contexts of different cultures. They also know the existing cultural models and hold information about the 
values, norms, traditions specific to cultures with which they interact. 
Motivational CQ reflects the capability to direct attention and energy towards learning about and functioning in 
situations characterized by cultural differences; it is an essential component of CQ, being the source of 
interculturally adapted actions.  
Behavioural CQ reflects the capability to exhibit appropriate verbal and nonverbal actions when interacting with 
people from different cultures. Those with high behavioural CQ exhibit situationally appropriate behaviours based 
on their broad range of verbal and nonverbal capabilities. 
In this paper, we will study the intercultural intelligence among business students in Romania. We have chosen 
this research topic because we think that current business students will find themselves more and more often in the 
face of expatriate assignments and there are great chances for them to become the future global leaders. As 
mentioned in the literature (Alon & Higgins, 2005), the future managers do not have to only master/know the global 
business functions such as finance, human resource management or marketing, they must also be „extremely skilled 
in the interpersonal conduct of global business” (p. 502). 
Universities are also influenced by the globalization process, process which can be regarded as an opportunity or 
as a challenge. This is because globalization has, in the last few years, determined a growth in the flow of students 
who study abroad (both incoming and outgoing). This has led to an intercultural opening of higher education 
institutions, but has also changed the nature of the demand, by emphasizing the need for specialists who are 
prepared for a multicultural society.  
We could say that universities with a high international opening can react in two different ways with regards to 
this globalized environment: 
338   Laura Brancu et al. /  Procedia - Social and Behavioral Sciences  221 ( 2016 )  336 – 341 
(1) First, by offering study abroad programs, seen as a veritable recruitment tool (Anderson et al., 2006);  
(2) Secondly, through the fact that these education institutions should be among the first to teach future 
graduates how to live and work efficiently in another country. 
From this latter perspective, universities face new challenges in adapting their educational offer and support 
services (Harrison, 2012); more than that, we believe that intercultural education is a necessary component of the 
educational system, which teaches students to respect cultural differences and to develop a multicultural mindset 
(Chen & Starosta, 2004) 
Across this paper we will use the CQ concept as an efficient analysis framework for studying the extent to which 
business students hold the necessary intercultural intelligence to face future intercultural interactions (multicultural 
interpersonal contacts/relations) and if it is possible to develop this intelligence through the educational processes in 
universities. For this we suggest, from a conceptual point of view, implementing the initial quadri-dimensional CQ 
model for the educational process: 
x Metacognitive CQ enables the conscious mental processes, but also the way in which the subject of the 
educational process (the student) becomes aware of the cultural differences specific to social interactions; in the 
operational plan these processes are part of the education inductive mechanisms, materialized as means and 
instruments;  
x Cognitive CQ transposes into actual models and processes through which knowledge is acquired, defining the way 
in which the subject of the educational process (the student) „learns” more about the person he interacts with and 
in relation to which he encounters specific cultural differences; these cognitive processes are operated through the 
information transfer mechanisms;    
x Motivational CQ is related to the personal factors that determine the interaction course; to the things that enable 
the student to interact; this dimension encompasses the impelling role of education, operated through its 
stimulating mechanisms; 
x Behavioral CQ determines the action and interaction pattern of the student, the way in which he behaves in 
situations where cultural differences are manifested; this dimension is related to education’s applied role, operated 
through its interaction mechanisms.   
Given that the CQ is a multidimensional concept, this paper will analyze the answers for each of the four CQ 
dimensions, in order to identify which of the four capabilities are more or less developed among students. The final 
purpose is to understand the CQ components on which university education should focus more intensely. We wish 
to find educational solutions adapted to the actual needs of business graduates.  
At the same time, through this paper, we wish to analyze certain variables which might determine a growth in 
cultural intelligence.  Empirical research on CQ is relatively poor, due to the newness of the construct. In 2008, 
Crowne even believed that „no information exists regarding what leads to higher levels of CQ” (Crowne, 2008, 
p.392.). Although a new construct, we can quote certain studies which have analyzed the CQ predictors both on a 
theoretical and on an empirical level. Ang & Van Dyne (2008) have developed a Nomological Network Of Cultural 
Intelligence, which includes variables related to personality, demographic factors, biographical informations, as well 
as ethnocentrism, as determining factors of CQ. Shannon & Begley (2008) found foreign language abilities and 
international work experience as predictors for CQ. Crowne’s study (2008) shows that the cultural exposure 
influences the CQ (the cultural exposure meaning employment and education abroad). Furthermore, the author 
shows that the depth of exposure is also important: the number of countries an individual had visited for education 
and employment purposes had a significant influence on a person’s level of CQ. Tarique & Takeuchi (2008) believe 
that the number and length of international experiences undergone by students prior to starting university, positively 
influence the cultural intelligence, seeing that children spend more and more time overseas starting from young 
ages.  
From another perspective, Harrison (2012) has analyzed the variables that influence ethnocentrism and CQ, but 
also the influence of these two variables upon the cultural interaction. The result shows that both variables are 
influenced by the variables related to personality and early life experience, influencing in turns the intercultural 
interaction. 
Sahin et al. (2013) recent study reaches the conclusion that the CQ predictors are personality and international 
assignment. The authors validate a positive relation between the international assignment and the CQ, for all four 
components.  
After this review of the literature, we can say that the cultural exposure is a variable often analyzed as a CQ 
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predictor. For this reason, across this paper we will study the impact of personal cultural exposure over the CQ. 
Other variables such as the demographic variables (gender), parental occupation (parents working in MNC, with 
expatriate missions) are also taken into account.  
2. Research methodology and statistical results 
  
A questionnaire-based survey was used for data collection among bachelor management students (2nd and 3rd 
academic year) gathering a number of 113 valid questionnaires. From a demographic point of view, 93% of 
respondents are in the 20-22 age group and 64% are female. 
Regarding the indirect cultural exposure, 27% of students had parents working in MNC and 29% had parents 
with expatriate missions (18% fall in both groups, MNC with expatriate missions) by the time of the questionnaire 
completion. The direct cultural exposure is remarkably low: 93% of student never studied abroad (including 
Erasmus) and 95.6% never participated in an internship abroad (including work and travel). The personal travel is 
more promising only 20% declaring that they have never travelled abroad. The travel time interval with the highest 
frequency (30.7%) is the 1-3 months. 
Concerning the reliability of the cultural intelligence scale, the total Cronbach’s alpha is 0.848.  The results for 
each dimension in part are, in ascending order, as follows: strategy (0.675), knowledge (0.747), motivation (0.799) 
and behaviour (0.879). All coefficients are above or close to the 0.7 threshold being considered good or at least 
acceptable. 
 
Table 1. Factorial analysis. Total variance explained 
Component Initial Eigenvalues 
Total % of Variance Cumulative % 
1 1.975 49.364 49.364 
2 .882 22.053 71.417 
3 .712 17.802 89.220 
4 .431 10.780 100.000 
 
 
Through factorial analysis, as expected, only one principal factor (first component) is identified with an 
eigenvalue above one, which explains 50% of all variation (see table above). This principal factor of cultural 
intelligence (FCQ) is characterized primarily by motivation (correlation = 0.826). The correlations of FCQ with the 
other cultural dimensions are, in descending order: strategy (0.779), behaviour (0.676) and knowledge (0.478). 
 
 
Table 2. KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .655 
Bartlett's Test of Sphericity 
Approx. Chi-Square 69.357 
df 6 
Sig. .000 
 
In the table above the test of factorial analysis adequacy can be seen.  Even if mediocre, the value of the KMO is 
acceptable (above 0.5). The identity matrix hypothesis is rejected according to Bartlett’s test with a highly 
significant p-value. Based on these two tests we can conclude that factorial analysis can be performed in this 
situation. 
In the following graph the mean score (measured by 5 points Likert scale) obtained by each dimension in part 
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and the great mean (CQ) are presented.  
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Figure 1. The mean score for each CQ dimension and the great mean (CQ) 
 
 
Students that have studied abroad for at least one month present significantly  higher scores for behaviour (4.14)  
than those that haven’t studied abroad at all (3.42) according to t-test, equal variance not assumed,  (p=0.011). Also 
related to behaviour, the same tests reveal that male students have obtained significantly higher scores (3.71) than 
female students (3.27) with an observed p-value of 0.011. 
 
3. Conclusions and remarks 
 
In this paper, we studied the intercultural intelligence among business students in Romania.  We used the CQ 
concept as an efficient analysis framework for studying the extent to which business students hold the necessary 
intercultural intelligence to face future intercultural interactions. The results may be summarized as follows: 
x After the analysis, we observed that CQ is defined, in the first place, through the motivational dimension and 
through the strategic, metacognitive dimension;    
x This result leads to the conclusion that, for business students, the inductive and stimulative mechanisms and 
processes of the educational act are the most relevant ones; thus, the target group is, on one side, aware of the 
cultural knowledge used when interacting with people from different cultural environments and, on the other side, 
accepts and desires intercultural interaction;   
x On the other side, the CQ is poorly defined by the behavioural and cognitive dimension, the members of the target 
group having little knowledge about other cultures (values, norms, customs, traditions), thus also having a 
behaviour which is poorly adapted to the need for intercultural interaction; this result highlights the need for 
improving the concrete baggage of intercultural knowledge (possibly guiding the curriculum towards comparative 
cultural studies) and directly stimulating the intercultural interaction which can determine behavioural changes 
(abroad internships and studies, international summer schools, workshops…);  
x To support the previous statement, students who have studies abroad have a behavioural dimension score 
significantly higher than those who have not;  
x Although from a cultural exposure point of view, the personal travels for touristic purposes are the most significant 
ones, in terms of percentage of students, following the poor interaction during those visits their impact on the CQ 
is insignificant on all dimensions;  
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x Indirect cultural exposure, through parents, does not represent a mending factor of the CQ, the scores of students 
whose parents have international experience through professional missions or jobs in multinational corporations, 
are not significantly different from the ones of other students;   
x The gender affiliation represents, at the level of this social group, a differentiation factor in the behavioural 
dimension of the CQ, male students obtaining a significantly higher score in terms of this dimension; 
 
The results obtained inside the target group are encouraging, because according to Earley & Ang’s (2003) study, 
motivational CQ is a critical CQ component and a key element in adaptating to new cultural environments. Earley & 
Ang (2003) assert that all CQ components are important, but motivational CQ is necessary to direct intercultural 
information towards guided action in novel cultural experiences. In the same context, Templer et al. (2006) believe 
that motivational CQ is a vital individual attribute that has strong connections to cross-cultural adjustment. „Global 
professionals who are more motivated to learn of new cultures and are self-efficacious about their cultural adaptive 
abilities adjusted better to the foreign work assignment (p. 168)”. 
The fact that CQ is poorly characterized by the behavioral and cognitive dimension, shows the weak points that 
should be approached by the educational act. We emphasize the need for education through comparative cultural 
studies combined with experimental learning, something that is necessary in order to form behavioral patterns which 
support cultural intelligence. From this perspective we approve of the conclusion reached by Alon & Higgins (2005), 
p. 509: „international practical experience should be included as ways of developing cultural intelligence” 
To the extent to which Ang et al. (2007) assert that motivational CQ and behavioural CQ are predictors of 
cultural adjustment, we believe it is necessary to guide intercultural education towards these two dimensions, in 
order to ensure a high capacity of cross-cultural adjustment among our students. 
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